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Introduction 
           The leadership expresses one’s ability to determine the others to participate in a certain way, being a process of orientation of some people by means of communication and convictions and a complex of elements that regards the trust in the people going to the same direction, the mission of the analyzed system, the collective decision and the motivation of human resources.
Leadership is one of those concepts that are very hard to define.
           Even though McCleskey (2014) and other authors argues that “the search for a single definition of leadership may be in vain since the correct definition of leadership depends on the interest of the researcher and the type of problem or situation being studied”, it is important to have a good definition of leadership because is one of the terms widely use in many area of human activity including armed forces, business, politics, religion, sports, etc. 
           After reviewing some literature I think that the leadership concept has been evolving in time, and after a long period of considering it as a personal quality, it is now understood, at least by some scholars, that leadership is much more than an individual trait since it is a complex phenomenon in which the followers and the context have a very important role. Finally it’s taking me to the conclusion that "Leadership is the process of interactive influence that occurs when, in a given context, some people accept someone as their leader to achieve common goals".  
           This definition implies that:
    1.Leadership is a process and not just a personal quality.
2.The leadership process is characterized by influence, not only the influence of the leader upon followers, as described by many authors, but the interactive influence between the leader and the followers, as first suggested by Bass (1990).
       3.The leadership process occurs in a given context. If the context changes the leadership process will also be different.
    4.The leadership process requires that people, the followers, accept someone as their leader. The leader could be accepted because he or she makes use of the force to exert influence upon followers
    5.The purpose of the leadership process is to accomplish shared goals between leader and followers. If followers perceive that the leader is not acting on their behalf the leadership process may be affected
    Management is the act or manner of managing; handling, direction, or control.
                    The management activity supposes leadership, being more complex than this one, which is limited and determinate by the personal characteristics of the leader, the climate from the organization and the business environment. Inside a group, the leader has a privileged status and his influence in receiving the message will be felt. At the group level, the leadership and the influence are according to communication, which can be: horizontal – between the group members which have the same status or a similar one or vertical – between different persons from
the status point of view (can be descendent – from the leader to the subordinate, or ascendant – from the subordinate to the leader.

The aim of my assignment is to show that no one can be in a function of management without the ability of a good leader, because in all of the cases managing means  lead and coordinate people. It is in our human nature to reject to be controlled or forced to do things just because someone says  so. On the other hand, when a task or challenge comes up, at the very beginning we are looking for someone to lead us, because people love to be led, not controlled. 

Discussion

              Our common belief in business is that the heart has no place in workplace management. In fact, most of us were taught that the heart acts like Kryptonite in leadership: it inherently undermines a manager's effectiveness - and lowers productivity and profitability.
               In this stunning, seminal and groundbreaking work, however, leadership and engagement expert, Mark C. Crowley, provides irrefutable proof that we were wrong. Crowley begins by showing us how traditional leadership practices are failing. Across the globe, employee engagement and job satisfaction scores have fallen to crisis levels.
               According to astonishing Gallup research (insight Crowley was first in the world to report) only 3-in-10 American workers are engaged in their jobs.  And these numbers are even worse in most European countries. It used to be that a job and a paycheck kept workers satisfied and productive. Today, pay barely makes the list of what inspires people to put their hearts into their work and contribute to their highest capacity. Right before our eyes, human beings have evolved in what they need and want in exchange for work. 
               21st Century employees are seeking to find purpose, meaning and feelings of significance. What drives their engagement is being made to feel valued, respected, appreciated, developed and cared for.   Crowley's profound insight draws upon recent medical and social science discoveries which prove it's the heart, not the mind, that drives human motivation and achievement.  More often than through rational thinking, feelings and emotions drive human behavior -- what we care about and commit ourselves to in our lives.
             What's certain now is that traditional leadership practices are failing and what's needed is an entirely new model of leadership to match up to the needs & motivations of 21st Century workers.
               Transformational leadership has rapidly become the approach of choice for much of the research and application of leadership theory. In many ways, transformational leadership has captured the imagination of scholars, of noted practitioners, and of students of leadership. Research on transformational leadership and related charismatic approaches has grown exponentially.
                 Transformational leadership, with its emphasis on intrinsic motivation on the positive development of followers, represent a more appealing view of leadership. Perhaps it is because transformational leadership provides a better fit for leading today’s complex work groups and organizations where followers not only seek an inspirational leader to help guide them through an uncertain environment but where followers also want to be challenged and to feel empowered, if they are to be loyal, high performers.
             Bass (1985) integrated the transformational and transactional styles by recognizing that both styles may be linked to the achievement of desired goals and objectives. In this view, the transformational leadership is complementary to the transactional style and likely to be ineffective in the total absence of a transactional relationship between leader and subordinate. In line with this reasoning, a given manager may be both transformational and transactional. Bass (1985) characterized the transactional leader as one who operates within the existing system or culture, has a preference for risk avoidance, pays attention to time constrains and efficiency, and generally prefers process over substance as a means for maintain control. This leader prototype is consistent with an equitable leader-member exchange relationship where the leader fulfills the needs of followers in exchange for performance meeting basic expectations.

               Laissez-faire leadership has the scales of Management-by-Exception (passive) and laissez-faire leadership. In this leadership style, the leader uses Management-by Exception (passive), which is only intervening when goals have not been met or a problem arises. The Management-by Exception leader with a “passive” behavior would not intervene until problems become serious. The Management-by-Exception leader (passive) waits to take action until mistakes are brought to his or her attention. Laissez-faire behaviors are ones that delay decisions and give up responsibility. Laissez-faire leaders offer no feedback or support to the follower. Laissez-faire leadership is a “hands-off” approach to leadership (Northouse, 2004). Laissez-faire leadership is also termed a non-leadership style. The laissez-faire leader avoids accepting responsibilities, is absent when needed, fails to follow up on requests for assistance, and resists expressing his or her views on important issues. The laissez-faire leader gives the majority of control in the decision-making process to the followers. Laissez-faire leadership assumes that followers are intrinsically motivated and should be left alone to accomplish tasks and goals. The laissez-faire leader does not provide direction or guidance.
                Regarding to the tree styles of leadership and management I refer above I can surely state that leadership style affects employee’s performance in many ways. For example, leaders’ support and recognition bring higher level of job satisfaction among employees, fact that will be reflected in the efficiency and progress of the business. On the other hand if a leader/manager is not into the wellbeing of the business and refuse to lead his people to the target they have to meet, and instead choose to intervene only when problems becomes serious, this would affect the employee’s motivation to give  their best, and finally it’s leading to a failed  business or project.
                As an example of an organization that, from my point of view, understand that leading and managing goes hand in hand, I will talk about the company I am working for: Morrisons.
        They are leading their business policy following some rules where customers, employees and suppliers are directly involve, and their feedbacks are important and most of the time followed. 
            One is to be more competitive , which for them means to help customers make every penny go further, saving them money on the everyday items they want and need. They value their expertise as food makers and shopkeepers to ensure that their own brand products offer the best possible quality at the best possible price. Always trying to serve their customers better, listening to the them and lead their changes by what they tell them, looking for the right people in the right places for changes to be taking place. They are open to any new changes that simplify the life and the experience both employees and customers. Most of the managers choose to follow the follow the transformational leadership style, regarding their relationship with the employee’s, treating their problems with interest, compassion and respect. As a result they create a bond with every single employee and is leading to a nice environment to work in, employee’s that can be rely on, because when they need the manager to understand and support them he was there, in return, when the manager needs them to finish some task or attend an overtime rutine, they will be there as a sign of respect and support. 
           Regarding the theory of Human Relations by Elton Mayo, organizations came to be viewed as a social system, wherein we find a number of individuals working towards common goals but each bringing at the work situation a number of different, personally and socially conditioned goals or aspirations. The aim of the organization, or more realistically its management, is to somehow temper these individuals’ goals so they are congruent with those of the organization. This thing can be achieved only by the people who understand, accept and practice the fact that good manager have to be a good leader, the men of his people, because we are living in the 21st century and people are seeking more than a paycheck from their job, they seek to be valuated, respected and to have a job that is fulfilling them as a person with his own culture, beliefs and personality. 
               
Conclusion
In one single phrase the conclusion it’s quite simple: to be a good manager regards to be a good leader. Being a good leader can take time (studying leading theories, practicing them, assuming risks when taking decisions about some problems, etc.). On the other hand some people are born to be leaders, the people are following them without doubt and their people respect and trust them. We always can choose what we want to be, how we want people to look at us and how we are approaching problems. Even if we are born or not with the ability to be good leaders, we can always work at our abilities and improve our skills, giving us the chance to fail by trying to lead by the heart, seeking both  our employee’s and business interest rather than  failing by following the Laissez faire leadership avoiding to make decisions,  not providing feedbacks to our followers and not using any tool that satisfy the needs of our people. This will be a result of a dissatisfy employee, unproductive and inefficient in his work. 
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